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Abstract | This study explores the importance of shift work in the organizational context of the hospita-
lity sector. To answer its four research objectives: (1) to identify the degree of satisfaction with the shift
work regime; (2) to characterize individual motivations for doing shift work; (3) to understand the im-
pact of shift work on the worker’s physical, mental, social well-being and family environment and (4) to
identify the willingness for choosing shift work a survey was developed, published online and it gathered
the answers of 153 shift workers in the hospitality sector. The results indicate that the main motivation
to work in shifts is related to the requirement of the function itself. The degree of satisfaction of workers
doing shift work tends to decrease when they evaluate their satisfaction with the balance between work
life and the other dimensions - personal, family, and social life. Most respondents say that if they could
choose, they would not work in shifts, considering its negative effects on their physical and mental well-
being, as well as on their family and social well-being. From the results obtained, we will contribute to
the literature on shift work by showing the need for greater organizational support, be it at the level of
physical conditions of work or the level of benefits promoting social well-being for this category of workers.
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1. Introduction
The hospitality sector is characterized by high
labor intensity, resulting from services associa-
ted with sector requirements (Harjanti & Todani,
2019), involving complex procedures, and intense
interpersonal relationships in various daily activi-
ties (Yirik, Oren & Ekici, 2015; Varum, Madaleno,
Robaina & Dias, 2017). The demanding nature of
hospitality work makes it necessary for workers to
be prepared to provide quality services to their cus-
tomers, taking into account their differing needs
(Cabral & Pereira, 2021; Teixeira, 2019). Harjanti
and Todani (2019) have recently shown that wor-
kers in this sector, when satisfied with their work,
tend to be more cooperative, perform better, and
have minimal rates of work error. In line with this
assumption, hospitality workers are expected to de-
monstrate certain specific qualities for the service
they develop. Furthermore, they play a key role
in achieving the organizations’ goals (Yirik et al,
2015) and, as part of their system of values, they
have an orientation for customer satisfaction, and
providing a quality and innovative service, to ex-
ceed customer expectations (Kao, Tsaur & Wu,
2016).
The increasing demands of the economic mar-
ket in recent decades has led to the need of re-
organizing labor, and shift work is becoming more
common (Ishitani, 2010; Khan, Duan, Yao & Hou,
2018; Varum et al., 2017), especially in industries
whose operation rests on continuous labor, that
is, 24 hours per day (Moon, Lee, Lee, Lee & Kim,
2015), as is the case with the hospitality sector.
However, several issues have been raised concer-
ning the health and quality of life of workers who
perform their professional activities in this work re-
gime. In particular, performing work on continuous
irregular shifts causes serious health problems, in-
cluding sleep disorders, psychiatric disorders, can-
cer, and metabolic disorders (Khan et al., 2018;
Perrucci et al., 2007; Wedderburn, 2000). These
health problems arise due to the disruption of the
circadian clock system, which is associated with
genetic changes and related to disorders such as
depression, bipolar disorder, sleep syndromes, bre-
ast, and colon cancer (Khan et al., 2018). Shift
work has also been referred to by several authors
(e.g. Bhadra, Thakkar, Das & Bhadra, 2017; Jo-
nes, Huang, Ptáček & Fu, 2013; Silva & Silva,
2015; Wedderburn, 2000) as an impact factor on
workers’ well-being. Wedderburn (2000) argues
that a shift worker tends to suffer from sleep dis-
turbance and may become irritable and moody.
When, on the contrary, he/she has a healthy family
and social life, the mental well-being of the worker
tends to improve. Other authors (e.g. Deery &
Jago, 2015; Sirgy & Lee, 2018; Williams, 2008)
highlight the difficulty shift-workers have in recon-
ciling work with their personal, family, and social
life. According to Sirgy & Lee (2018), workers har-
dly reach a work-life balance, eventually dedicating
themselves more to a specific domain of their life,
affecting their satisfaction and performance in the
other domains.
Given that the work regime has several impli-
cations for the physical and mental health, indivi-
dual, social, and family well-being of the worker,
the relevance of the proposed study may become
more apparent. This research attempts to answer
four main research objectives: (1) to identify the
degree of satisfaction with the shift work regime;
(2) to characterize individual motivations for doing
shift work; (3) to understand the impact of shift
work on the worker’s physical, mental, social well-
being and family environment and (4) to identify
the willingness for choosing shift work.
The article is structured as follows: first, we
present a literature review on shift work, with an
emphasis on the tourism sector. Second, we dis-
cuss the literature related to the motivations for
choosing shift work and we explore the main ef-
fects on workers’ health and their non-working life.
Next, we explain the methodology used in the em-
pirical study and we briefly characterize the context
and the study participants, followed by the presen-
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tation of our main findings. In the conclusion, we
identify the study’s main contributions as well as
its limitations and provide suggestions for future
research.
2. Literature Review
Shift work is more of a necessity than a choice,
due to the large number of industries requiring 24-
hour customer service (Jansen et al., 2004; Wil-
liams, 2008; Unsal-Akbıyık & Zeytinoglu, 2018).
Within this group of industries, the hospitality sec-
tor (Esen, Hatipoğlu, Cihan & Fiğlali, 2019; Unsal-
Akbıyık & Zeytinoglu, 2018) or certain tourism and
restaurant businesses, including bars, cafes and
restaurants present uncertain shift work (Plyush-
teva, 2019; Zhao, Ghiselli, Law & Ma 2016). In
particular, restaurant businesses tend to hire more
part-time employees in short shift schedules to in-
crease labor flexibility and reduce costs (Kim &
Jang, 2020).
According to the Labor Code (Law 7/2009, Ar-
ticle 220), “shift work is considered to be any te-
amwork organization whose workers occupy suc-
cessively the same jobs, at a given rate and may
perform work at different times, within a given pe-
riod of days or weeks”. This definition is in line
with the literature (e.g. Costa, 2016; Folkard &
Tucker, 2003; Knutsson, 2004; Williams, 2008),
which indicates that the shift work regime covers
24 hours per day, with different workers on diffe-
rent shifts. There are several shift schedules, which
can be performed on rotating or alternating shifts
(Moreno, Fischer & Rotenberg, 2003). The rota-
tion of shifts (Costa, 2016) can be fast (between
one and three days); intermediate (between four
and six days); slow (at least seven days), or zero
(for fixed shifts). Compressed week work is a type
of schedule that allows shift workers to work lon-
ger hours per day (Wadsworth & Facer, 2016) but
work fewer days per week compared to working five
hours every day of the week.
Frequently associated with long, unpredictable
shift hours is the tourism industry, including res-
taurants and hospitality sectors, which represent a
high percentage of the total workforce in different
parts of the world. For instance, the restaurant
industry typically employs a diverse workforce. In
the United States (U.S.), this industry accounts for
nearly 10% of the total U.S workforce and expects
to add another 1.3 million jobs by 2023 (Durrani
& Rajagopal, 2016). Across Europe, these indus-
tries in general (tourism, hospitality, and catering)
have a high economic impact. In Portugal, for
instance, it has got a 19.8% stake in the nati-
onal economy, in Spain 14.6%, in Greece 21.2%
and its highest impact is felt on the Croatian eco-
nomy, with a 25.1% stake (World Travel and Tou-
rism Council, 2020). Furthermore, according to
Plyushteva (2019), tourism has greater importance
to Brussels’ economy, with 4.3 nights per resident
spent in tourist accommodation in 2016 compared
to Sofia’s 1.4. Tourism and hospitality have gre-
ater relative importance for employment in Sofia,
with an estimated one-third of jobs found in the
trade, transport, hotels, and catering sectors.
The underlying motivations for choosing shift
work may vary. Workers’ motivations may be re-
lated to convenience or need, that is, linked to
personal, family, or financial issues (Ihlstrom, Kec-
klund & Anund, 2017; McMenamin, 2007; Pieh
et al., 2018), since in addition to receiving extra
pay and financial benefits, they have the possibi-
lity of finding a second job, because they may have
more days off when doing shift work (Wedderburn,
2000). Especially in the night work regime, the
financial reasons are fundamental to the personal
satisfaction felt by the employees, as they have the
possibility of increasing their income by pursuing a
second job or doing overtime (Bao & Nizam, 2015;
Prata & Silva, 2013; Silveira et al., 2016). Prata
and Silva (2013) concluded that workers who per-
form rotating shifts stated that they prefer a tradi-
tional working time, but only if they get the same
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salary as when they are doing shift work.
At a personal, social, and family level, shift
work has many advantages (Shen & Dicker, 2008).
Among the main advantages is the flexibility of
hours, days off during the week, the absence of fi-
xed routines, the possibility of workers having free
time for themselves, avoiding “rush hour” traffic
between home and work, flexibility in swapping
shifts, avoiding large crowds when shopping, en-
joying entertainment activities and the possibility
of linking time off (Carneiro & Silva, 2015; Prata
& Silva, 2013; Wedderburn, 2000). Shift work
allows employees to use their free time to solve
problems that can only be addressed during office
hours (Carneiro & Silva, 2015).
In turn, the opportunity to get extra days off
as a result of working in shifts allows workers more
time to be with their family, particularly more
childcare when they are younger (Marshall, 1998;
Shen & Dicker, 2008). Shift work also enables
workers to provide care for older family members
(Marshall, 1998), accompanying and caring for
them during the hours when other family members
are working in a traditional work regime. When
work is done on the night shift, personal motiva-
tions may be linked to the existence of free time
during the day to devote to studies or leisure ac-
tivities. The worker also enjoys a calmer, more
relaxed, and quieter environment during the night
shift (Silveira et al., 2016). In particular, fixed
night shift workers indicate that they can carry out
good planning of social activities during their rest
time and days off due to their fixed shift schedule
(Williams, 2008).
Although the advantages of shift work are di-
verse, some literature (e.g. Esen et al., 2019;
Sharma, 2020; Wedderburn, 2000) underlines that
shift work causes an imbalance between the wor-
ker and the rhythms considered normal by society
in family life, or by the biological desynchroniza-
tion that occurs as a result of shift work. Shift
work tends to affect the workers’ health (Jones
et al., 2013), welfare (Bhadra et al., 2017), and
their professional performance (Knutsson, 2004).
The misalignment of circadian rhythms of bodily
functions is responsible for shift lag syndrome, and
this turn may cause fatigue, drowsiness, insomnia,
digestive problems, irritability, affecting the phy-
sical and mental health of the worker (Bhadra et
al., 2017; Knutsson, 2004). Other authors (e.g.
Costa, 2016; Moon et al., 2015; Wedderburn,
2000) showed that there are psychological impli-
cations, the possibility for sleep disorders and de-
pression being more prominent in fixed night shift
workers. In turn, professional performance may be
poorer (Costa, 2016; Silva & Silva, 2015). In line
with this argument, Wedderburn (2000) indicates
that the sleep problems that occur when perfor-
ming night work are related to the well-being of
the worker and that he may become irritable and
moody. On the contrary, having a healthy family
and social life allows the worker to keep more easily
mentally well (Perruci et al., 2007; Shen & Dicker,
2008; Kim, Kim, Lee & Choi, 2016; Pieh et al.,
2018).
These impacts on the physical and mental he-
alth of the worker also are common in the res-
taurant and some businesses in the tourism sec-
tor. On the one hand, the high seasonality and
the consequent use of partial hiring, especially in
catering and some tourism businesses to generate
gains in competitiveness, have generated less job
security especially for the restaurant and catering
workers, accentuating the difficulties of reconciling
work-life balance and employee well-being (Díaz-
Carrión; Navajas-Romero & Casas-Rosal, 2020;
Sharma, 2020). On the other hand, past studies
suggest that, in the tourism, hospitality, and ca-
tering sectors, job stress, depression, and burnout
are some of the aspects affecting the employee’s
well-being that result in employee turnover (Saah
& Amu, 2020; Sharma, 2020; Sánchez-Medina;
Arteaga-Ortiz; Naumchik & Pellejero, 2020).
In the tourism industry, especially in catering,
work is widely regarded as an entry-level job that
requires few skills and little education (Kim &
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Jang, 2020). Furthermore, the catering and hos-
pitality sectors are known to have high turnover,
labor dissatisfaction, and stress among employees
(Durrani & Rajagopal, 2016; Kim & Jang, 2020;
Sharma, 2020), which limits employees’ access to
further training, career development and job secu-
rity, as well as long working hours, low job security
and the scarcity of promotional possibilities along
with the association of shift work and night work
with more unsocial working hours and seasona-
lity (Díaz-Carrión et al., 2020; Zhao et al., 2016).
Furthermore, employees who work in this indus-
try experience difficulties maintaining a work-life
balance and a healthy lifestyle that prevent stress
and do not result in low levels of job satisfaction as
referred by Díaz-Carrión et al. (2020), and Saah
and Amu (2020).
Achieving a better balance between family and
working life is one of the top priorities for shift wor-
kers (Itani & Kaneita, 2016; Ihlstrom, Kecklund,
& Anund, 2017; Kim et al., 2016; Pieh et al.,
2018). In this regard, diverse literature (eg Kim
et al., 2016; Perrucci et al., 2007; Silva & Silva,
2015; Williams, 2008) suggests that shift work is
difficult to reconcile with family life, especially for
workers who have underage children. In particular,
Magnini (2009) stated that due to the nature of
work in the hospitality sector, there are conflicts in
terms of the combination of family and professional
life, which results in a higher level of work absen-
teeism and turnover intention, decreased quality
in job performance and job dissatisfaction. Shen
& Dicker (2008) report that shift work has a ne-
gative impact on workers’ marriage and affective
relationships, making it more difficult to maintain
healthy relationships. For workers, the benefit of
having more days off is not sufficient to counteract
the negative impact that working antisocial hours
may have on family and/or marital relationships.
In line with this argument, Perrucci et al.
(2007) indicate that shift workers are more likely
to experience difficulties in their family life, mari-
tal quality of life, and a higher likelihood of divorce
compared to those working traditional hours.
The difficulties experienced by the workers in
their social life can make them organize their daily
routines in an unhealthy way (impacting meal ti-
mes and the duration of sleep) to prioritize their
social relationships (Shen & Dicker; Wedderburn,
2000). The literature (e.g. Costa, 2016; Prata
& Silva, 2013) suggests that night and afternoon
shift work have the most negative impact on wor-
kers’ social relationships. Prata and Silva (2013)
tried to support that statement with the fact that
the morning shift most closely resembles the tra-
ditional work shift, freeing late-night and evening
workers to reconcile work with social and/or family
life.
Motivation to do shift work is an essential fac-
tor for job satisfaction. In hotel organizations
where workers consider themselves satisfied with
their working arrangements, the quality of service
and competitiveness tends to be higher (Borralha
et al., 2016; Cruz, López-Guzmán & Cañizares,
2014). However, Demerouti, Geurts, Bakker and
Euwema(2004) show that workers who perform fi-
xed shifts, whether in the morning, afternoon, eve-
ning, or over the weekend, have a higher level of
job satisfaction, job effectiveness, and lower tur-
nover intentions compared to workers performing
rotating shifts.
This is a concern also in the catering sec-
tor, especially in businesses linked to bars, cafes,
clubs, and restaurants that predominantly work
long night hours. The study conducted by Plyush-
teva (2019), in Brussels and Sofia, suggests that
there are almost no public transports between 11
pm and 5 am in both European capitals, which
brings greater travel challenges for those working
these hours. As a consequence, night workers who
need to travel on public transport may be confron-
ted with higher transport costs, such as cab fa-
res, since departure times from the workplace are
uncertain. In addition to this, Plyushteva (2019)
also stresses that, emotionally, traveling on public
transportation at night can be a more tense experi-
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ence given the feeling of insecurity caused by night
travel. This feeling tends to be greater among wo-
men because they feel more insecure and vulnera-
ble (Plyushteva, 2019).
Previous empirical studies (e.g. Plyushteva,
2019; Saah & Amu, 2020; Sharma, 2020; Zhao et
al., 2016) have indicated that several hotels and
restaurants can promote specific job characteris-
tics, such as “anti-social” working hours and se-
asonality, induce dissatisfaction and stress among
employees. Furthermore, the circumstances un-
der which employees work can be less than family-
friendly in that their working schedules often in-
clude long hours, split shifts, holidays/weekends,
overtime, and irregular schedules leading to a
higher level of employee turnover in this industry
(Sharma, 2020). Accordingly, some recent lite-
rature (e.g., Díaz-Carrión et al., 2020; Sharma,
2020), underlines the importance of researchers
addressing the relevance of HR in managing the
impact of shift work on health, work, and family
life, especially in the Hospitality sector with 24/7
work environment.
To have greater satisfaction in performing shift
work, Silva and Silva (2015) suggest that hotel
managers should define weekly working hours, to-
gether with workers. Thus, organizations can meet
the needs of workers, who will have greater satis-
faction defining their work scale. This way, the
improvement of communication between workers
and managers is also developed, creating in wor-
kers the perception of greater support from the
organization, and it may also be a factor directly
linked to job satisfaction (Silva & Silva, 2015).
3. Methodology
This is a cross-sectional, descriptive, and corre-
lational study that aims at answering the research
question “What are the main motivations of hos-
pitality sector workers for doing shifts?”. In this
sense, the present study aims to understand the
satisfaction of hospitality sector workers with the
shift work regime. In particular, to identify the re-
asons for choosing shift work; identify the effects
of shift workers and identify the willingness to do
shift work.
Based on the literature review, the following
hypotheses were formulated:
1. Financial compensation is the predomi-
nant motivation for male workers to choose
shift work, in the hospitality sector;
2. Financial compensation is the predomi-
nant motivation for rotating shift workers in
the hospitality sector;
3. Financial compensation is the predomi-
nant motivation for married workers to cho-
ose shift work, in the hospitality sector;
4. The possibility for better management of
family support is the predominant motiva-
tion for female workers to do shift work, in
the hospitality sector;
5. Better management of family support is
the predominant motivation for married wor-
kers to do shift work, in the hotel sector;
6. Workers in the morning shift show greater
satisfaction with their personal and family
life balance;
7. Single workers are the ones who show
greater satisfaction with their personal and
family life balance;
8. Female workers are the ones who show
greater satisfaction with their personal and
family life balance;
9. The rotating shift is the type of shift favo-
red by male workers in the hospitality sector;
10. The rotating shift is the type of shift
favored by married workers in the hospitality
sector.
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Instrument
In this study, we used the survey “Shift work:
The impact on the personal and professional life
balance” (Martins, Pinto & Silva, 2018). This
survey consists of three sections. The first sec-
tion, with the sociodemographic characterization,
has 12 questions that aim to characterize the soci-
odemographic aspects of the sample. The second
section, comprised of 23 questions, aims to assess
“satisfaction with the shift work regime” using a
Likert scale (1 - “very dissatisfied” to 4 - “very
satisfied”). The third section, composed of nine
questions, aims to evaluate the “motivations for
doing shift work”, having dichotomous and ordinal
questions.
Sample
The convenience sample was comprised of 153
participants (90 of which were female, correspon-
ding to 59% and 41% male). Regarding marital
status, most participants were single (n=81, 53%)
One hundred participants (65%) had higher acade-
mic qualifications, and 109 (71%) performed ope-
rational functions. Concerning the type of con-
tract, 63 (41%) had a fixed-term contract and 66
(43%) had a permanent contract. Regarding shift
work, 105 (69%) people reported having a rota-
ting shift, and 130 (85%) worked in the morning
shift, 108 (71%) in the afternoon shift, 42 (27%)
in the night shift, and 84 (55%) on the weekend
shift. Most respondents (n=84, 55%) have been
on shift work for more than 2 years. Regarding
their salary, 101 respondents (66%) reported ear-
ning between 600 € and 1000 € per month.
Procedure
Data was made available and collected between
February and April 2019. The survey was dissemi-
nated through the LinkedIn social network as well
as through the researchers’ professional and insti-
tutional contacts network to allow further dissemi-
nation of the study. Following distribution and
data collection, a database was constructed for
statistical analysis of information using the IBM
Statistical Package for Social Sciences software,
version 25.0. Regarding data analysis, we started
with descriptive data analysis, calculating central
tendency measures and dispersion measures for the
different variables. Subsequently, the hypotheses
test was performed, with a 95% confidence inter-
val. For hypothesis 6, the Kruskal-Wallis test was
performed, and chi-square tests were used to test
the other hypotheses.
4. Results
Regarding the satisfaction of hospitality sector
employees with shift work, we found that about
one third of the participants in our study were
unhappy with shift work (n=55, 36%), with the le-
vel of professional achievement (n=49, 32%), so-
cial life (n=45, 29%), family life (n=47, 31%),
physical well-being (n=59, 39%), mental well-
being (n=54, 35%). Most participants stated that
they are very satisfied with their level of concentra-
tion on professional performance (n=125, 82%),
their ability to work in a team (n=142, 93%),
their ability to make decisions (n=142, 93%), in-
terpersonal relationship skills (n=145, 95%), per-
sonal life (n=116, 76%), with the time available
for meals, (n=80, 53%), with the quality of me-
als (n=80, 53%), time available for sleep (n=78,
51%). In turn, most of our participants are dissa-
tisfied with the amount of time available for vari-
ous tasks and activities, namely: family activities
(n=101, 66%), household activities (n=94, 61%)
, family life activities (n=104, 68%), social acti-
vities (n=101, 66%), resting (n=81, 53%), indi-
vidual leisure activities (n=97, 63%), health care
(n=81, 53%), and the time available to perform
career development activities (n=101, 66%).
Concerning the motivation of workers to work
in shifts, of the 12 reasons presented, the only rea-
son widely mentioned by the participants as a mo-
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tivation to work in the shift was the one stating it
was a job requirement (n=136, 89%).
The most mentioned effects of shift work re-
ported by our study participants were: having dif-
ficulty sleeping (n=80, 53%), having lower quality
in the marital relationship (n=82, 54%), having
lower quality in the relationship with other family
members (n=94, 61%), and to having lower qua-
lity in the relationship with friends (n=111, 73%).
Regarding the willingness to do shift work, 121
respondents (79%) would not choose to do it if al-
lowed to choose. However, one in five participants
(n= 31, 20%) reported that a lack of balance in
their personal and professional lives is the main re-
ason for not wanting to work shifts.
Regarding the hypothesis test, we found that
there is no relationship between the financial
compensation and the employee’s gender (H=1,
X2=2,503, p=0.114), the type of rotating shift
(H=2, X2=2,578, p=0.108), and the marital sta-
tus of the workers shift work (H=3, X2=1,341,
p=0.511). Additionally, we intend to investigate
the relationship between family management and
the gender of shift workers, and those that are
not in a relationship (H=4, X2=0,495, p=0.482).
However, when we test the relationship between
family support management and shift workers’ ma-
rital status, this is statistically significant (H=5,
p=0.012), with single shift workers reporting the
most support in family management. On the other
hand, there is no relationship between performing
the morning shift and satisfaction with the balance
between personal and family life (H=6, p=0.356),
nor is there a relationship between satisfaction with
the balance of personal and family life and gender
(H=8, X2=6,873, p=0.143). However, single shift
workers are those that report greater satisfaction
with their personal and family life balance (H=7,
p=0.000).
Regarding the rotating shift, we found sta-
tistically significant differences for males (H=9,
X2=4,873, p=0.027) and married men (H=10,
p=0.002).
5. Discussion
Although previous studies (e.g. Wedderburn,
2000) found that in the hospitality sector, finan-
cial compensation is the main motivation for doing
shift work, these results have not been confirmed
by the sample of this study. On the contrary, it
seems that we are dealing with a group of hospi-
tality sector workers who value more the fact that
they perform a job that satisfies them professio-
nally and not just the interest in earning a higher
salary. One of the explanations for this result may
be the fact that the hospitality sector prefers shift
work, making this type of work schedule increasin-
gly synonymous with normality in this sector.
Married workers seemed to show other moti-
vations for working in this work regime, namely
the possibility of having a better balance between
work and their personal, family, and social life, as
was determined in the study by Shen and Dicker
(2008). If this possibility is confirmed, shift work
seems to be a decision of convenience rather than
necessity.
Married workers tend to be less motivated to
work in shifts. One possible argument may be rela-
ted to the greater difficulty of reconciling schedules
between the elements of the couple. This evidence
supports the assumption that shift work may have
a negative impact on workers’ marital relationships
(Shen & Dicker, 2008; Williams, 2008), as it is
more difficult to maintain these relationships he-
althy.
Although literature (e.g. Demerouti et al.,
2004) suggests that workers prefer fixed shifts, the
results show a preference for rotating shifts. One
of the reasons that may explain these results may
be the willingness of workers to have more freedom
to balance their professional and non-professional
lives, especially if they cannot choose the preferred
shift to perform the desired function.
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6. Conclusion
In this article, we examined the importance of
shift work in the hospitality sector. Overall, we
confirmed that the greater satisfaction of shift wor-
kers is related to job-related conditions and perso-
nal quality of life. The lowest satisfaction is linked
to the level of professional achievement, family and
social quality of life as well as physical and mental
well-being. The motivation for deciding to work
in shifts relates to the fact that it is a require-
ment of the job they want to perform. However,
if the same function could be performed in the
traditional work regime, respondents’ motivation
would tend to change, considering the effects of
shift work on family and social life quality as well
as workers’ health.
This research has shown that the subject needs
to be analysed more systematically, which may jus-
tify further studies related to the reasons for cho-
osing shift work, while also emphasizing that it is
desirable to develop research to explore the factors
which may provide greater satisfaction with shift
work.
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